

















































































































































































































































































































































































































































































































































































































































































































































































































































Less      32.7% 
























































































































































$1,000 or less       37.0% 
$1,000 to $1,500      21.7% 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$1,500 to $2,000      13.0% 
$2,000 to $2,500      5.6% 








$1,000 or less      18.3% 
$1,000 to $1,500      14.9% 
$1,500 to $2,000      15.5% 
$2,000 to $2,500      12.1% 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$1,000 or less      23.7% 
$1,000 to $1,500      12.8% 
$1,500 to $2,000      12.1% 
$2,000 to $2,500      10.3% 











$1,000 or less      16.2% 
$1,000 to $1,500      22.7% 
$1,500 to $2,000      16.8% 
$2,000 to $2,500      13.7% 









$500 or less        8.7% 
$500 to $1,000      11.2% 
$1,000 to $1,500      14.0% 
$1,500 to $2,000      11.8% 











$500 or less        39.9% 
$500 to $1,000      14.9% 
$1,000 to $1,500      5.0% 
$1,500 to $2,000      1.2% 























Medical        86.3% 
Dental         74.3% 
Vision          60.9% 
Benefits are offered, but I opt out.  13.7% 
 
When asked “Does your organization offer retirement options?”, 
59.0% of respondents answered Yes. 
 
When asked if their organization currently offered any other benefits, 
respondents listed the following: 
SEPTA TransitChek program / A transportation stipend 
Free parking 
Maternity leave 
Life insurance, short and long‐term disability insurance 
Group rates on auto and homeowners insurance via professional 
organizations 
The option to bring in pets or children to the office if necessary 
An Employee Home Ownership Program (financial support and access 
to programs aimed at putting home ownership within reach) 
Tuition reimbursement 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When asked what other initiative(s) they would like to see offered as 
part of a creative compensation package, respondents offered the options 
listed above as well as: 
Comp days 
Sabbaticals 
Cost of living standard increase of 3% annually 
 
Respondents also indicated that the culture of the organization was 
very important to them. For example, the ability to dress casually, or bring in 
pets or children when necessary, would play an important role in deciding 
where they decided to work. 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CONCLUSION 
 
 
 
   
While every employee is different, it is possible to calculate the 
average range of worth a specific incentive may hold for a potential or 
current employee, and thus allow employers to budget and plan for certain 
positions to include those incentives in addition to a base salary. And it is 
vital to those employers that they work with employees to create an 
incentive and pay package that will work best for them in order to retain 
staff. When proper consideration is given to the life‐stage and ultimate goals 
of the employee, it is possible for nonprofit employers to offer alternative 
incentives other than just pure salary to attract and retain the best staff.  
While many people chose to work in the arts because they love the 
work their organizations are doing, in order to attract the best people, the 
arts need to offer fair and competitive compensation packages. Those drawn 
to working for nonprofits, the arts included, want to stay there. But they 
cannot survive on mission alone. Especially as college debt continues to 
increase.  According to a 2012 survey by The Chronicle of Philanthropy, which 
tracked more than 900 people who have worked at nonprofits for less than 
five years, “eight out of 10 new workers want to continue working at a 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nonprofit, even though 40 percent say they are dissatisfied with their pay. 
And about 65 percent said they have college‐loan debt.” 45 
Most arts administration job descriptions ask for candidates to have a 
minimum of a bachelor’s degree, and according to the New York Times, today, 
“about two‐thirds of bachelor’s degree recipients borrow money to attend 
college, either from the government or private lenders…by contrast, 45 
percent of 1992‐93 graduates borrowed money.”46 Potential employees don’t 
just need to live on what they make, they often need to pay back what they 
have already spent on their education, which could be a significant amount. 
The Federal Reserve Bank of New York reported of student loans, “for all 
borrowers, the average debt in 2011 was $23,300, with 10 percent owing 
more than $54,000 and 3 percent more than $100,000.”47 
So the first step to hiring and retaining the best staff is to offer 
meaningful work and fair compensation that will allow employees to meet 
their financial obligations.  But many organizations may still find themselves 
competing for the best people with similar organizations that also offer 
meaningful work and fair compensation. And they may not be able to pay 
more money in salary. In these situations, alternative incentives in addition 
to a fair salary can be a good method of recruiting and retaining staff, 
especially those who are already interested in the mission of the 
                                                        
45 Berkshire. 
46 Andrew Martin and Andrew W. Lehren, "Degrees of Debt," New York Times 12 May 2012, Web 27 
Jul. 2012 <http://www.nytimes.com/2012/05/13/business/student‐loans‐weighing‐down‐a‐
generation‐with‐heavy‐debt.html?pagewanted=all>. 
47 Martin and Lehren. 
  38 
organization. This is also important for organizations to consider beyond the 
field of arts administration, as the global economy endures a recession, and 
more and more employers may need to look at options other than salary 
increases to attract and retain top employees. So which options are best? 
The Creative Compensation Survey indicates that for the majority of 
Philadelphia arts administrators, certain options did not interest them at all, 
and therefore management should probably not spend time developing them. 
These included child care provided to staff (66.8% of respondents were not 
interested in this incentive), subscriptions of some kind regularly provided to 
staff (65.9% of respondents were not interested in this incentive), and 
opportunities to “home from work” (59.8% of respondents were not 
interested in this incentive).  
There were, however, some incentives that arts organizations should 
definitely explore as they were highly valued by arts administrators. A 
flexible working schedule (the ability to work a 40‐hour week with 
reasonable flexibility with regards to hours) was worth $1,000 or less to 
18.3% of respondents, and was worth $1,000 to $2,500 or more to 61.7% of 
respondents. An additional week of paid time off (beyond a two week 
minimum) was worth $1,000 or less to 16.2% of respondents, and was worth 
$1,000 to $2,500 or more to 73.8% of respondents. Only 9.0% of respondents 
were not interested retirement programs (such as 403(b) plans without 
employer contributions or 401(k) plans), and the plurality (36.8%) thought 
that incentive was worth $2,000 or more. And while more a retainment than 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a recruitment incentive, advancement of title from current position was 
worth $500 or less to 8.7% of respondents, and was worth $500 to $2,000 or 
more to 65.6% of respondents. 
It is also worth noting that in many cases there were significant 
differences between what respondents who self‐identified as “Higher 
administration”, “Middle management”, or “Other administrative position” 
found important. For example, when asked to consider the yearly value of 
staff appreciation events regularly held by the organization, 54.3% of 
respondents who self‐identified as “Higher administration” were not 
interested in this incentive and would not consider it an important part of a 
compensation package. However, of respondents who self‐identified as 
“Middle management” or “Other administrative position”, 41.8% said it 
would be worth $500 or less and 17.6% said it would be worth $500 to 
$1,000. If they want to retain their employees, managers need to understand 
what is important to the people working for them, and not just what they 
consider important. They need to think like their employees. 
These creative compensation options also contribute to the culture of 
an organization, which is something many of the respondents referenced in 
their responses. Beyond an organization’s dress code or policy regarding 
pets in the office, if an employer is willing to really work with their 
employees – with regard to time off, professional development, 
telecommuting, etc. – it creates a culture where everybody wins. When the 
organization invests in the employees by determining what they really need 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to be happy at their jobs and then works with them to provide it, the 
employees will likewise invest more of themselves in that organization. In 
such an organization, productivity improves. Employees are less likely to 
want to leave and employers won’t have as much turnover. It’s win‐win. 
To create such a culture, organizations should emphasize the vision, 
explore benefits, be flexible, and get creative. The options outlined in this 
study can provide a good starting point. Utilizing this strategy, organizations 
can attract top talent, reduce staff turnover, and make the most of their 
resources, an approach which will benefit the organization as well as the 
employees. 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APPENDIX A 
Creative Compensation Survey – Full Results48 
 
 
 
 
 
 
 
 
 
 
                                                        
48 Jennifer Pratt Johnson, “Creative Compensation – Thesis Survey,” Last visited 3 Sept. 2012, 
<http://www.surveymonkey.com/s/creativecomp>. 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